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Kay Sigurjonsson, directrice generale
adjointe de la Federation of Women Teachers'
Associations of Ontario (la federation des
associations d'enseignantes de I'Ontario) se
sert de son experience pour nous avertir que,
bien que nous n'osons pas devenir satisfaites de
nous-memes, nous pouvons celebrer Ies
"petites victoires" de I'action positive. Pen-
dant bien des annees la Federation a fait
campagne pour obtenir l'egalite des chances
pour Ies femmes dans Ies systemes scolaires et
pour des chances pour Ies femmes (et Ies hom-
mes) de travaiIler a temps-partiel en preser-
vant toutefois Ieur pension et Ieurs autres
droits. EIle rapporte ici Ieur progres jusqu'a
date.
If success were measured by media
attention alone, the women's movement
would rank as an unqualified success.
But we measure progress by concrete im-
provements in the normal circumstances
of ordinary women: we are far from
realizing our goals. A few women sit in
board rooms and in the House of Com-
mons. A handful of women hold jobs in
trades traditionally dominated by men.
Many men "help" with housework; a
few actually take responsibility for it. A
majority of women are now in the paid
labour force, but the wage gap has
changed little in fifty years. Many women
continue to be beaten by their partners.
Child care remains scandalously inade-
quate. Schoolgirls still believe they will
marry and live happily ever after.
In the face of these injustices, we dare
not be complacent. We can, however,
celebrate small victories. The Federation
of Women Teachers' Associations of
Ontario (FWTAO) has campaigned for
many years for affirmative action to bring
about equality of opportunity in school
systems, and for opportunities for
women (and men) to work part-time
while still protecting their pension and
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other rights. The following is a celebration
of some victories in these areas.
AFFIRMATIVE ACfION
It would be foolish to ignore the critic-
ism of affirmative action which precedes,
accompanies and follows any attempt to
introduce it in school boards. The criticism
is always the same: (a) we don't need
affirmative action because we already
have equal opportunity; (b) affirmative
action is reverse discrimination; (c)
affirmative action results in the employ-
ment and promotion of the unqualified.
The facts are that there is inequality of
opportunity everywhere, as statistics
clearly indicate; that affirmative action is
designed to overcome discrimination, not
to perpetuate it; and that it is insulting to
suggest that unqualified women would be
promoted because of affirmative action,
when there are significant numbers of
qualified women who are rejected by em-
ployers on no discernible grounds but
gender.
In Ontario elementary schools, at least,
there are more women than men with
university degrees, and women now
constitute over 40% of participants in the
principals' course and over 25% of the
candidates for supervisory officers' quali-
fications. We have a very long way to go
before we need fear promotion of un-
qualified women. In fact, cases that come
to our attention involve the selection of
unqualified men for promotion, while
fully qualified women are passed over.
Systemic discrimination against women
may well have resulted in the promotion
of some men who hold the positions they
do solely because of gender. There is
precious little evidence of such systemic
discrimination in favour of women!
Talking about affirmative action usually
requires a lengthy explanation ofwhat it is
not. Affirmative action doesn't mean
reverse discrimination, doesn't have to
mean "quotas", isn't a subversive plot by
a bunch of female crazies.
What affirmative action is is good
management; it is a plan for using the
skills and experience and strengths of all
employees, whether female or male,
where those skills can do the most for an
organization. It is not just equal oppor-
tunity or employment equity, which are
merely states or conditions. Affirmative
action is the way to bring about equal
opportunity.
EQUAL OPPORTUNITY IS THE GOAL:
AFFIRMATIVE ACfION IS
THE METHOD
One of the problems in convincing
school boards and other employers to in-
troduce affirmative action is that they say
they already have equal opportunity. One
glance at the statistics in any province will
tell us how much equal opportunity exists
in reality. In Ontario, for example, where
almost exactly two-thirds of the elemen-
tary teachers are women, 12.7% of the
principals are women. Look~d at another
way, 1.3% of women elementary school
teachers are principals, while 17.3% of
men elementary school teachers are prin-
cipals. In Ontario secondary schools,
almost 70% of the teachers are male, but
96% of the principals are male.
And things are not getting better.
Nationally, Statistics Canada reports that
over the last ten years the number of posi-
tions in school administration has
dropped by 5%, but the number of women
in these positions has declined by 10% -
and the representation of women was
small to begin with. Things are not going
to get better unless we replace wishful
thinking with positive action.
The Ministry of Education in Ontario,
reluctantly and after many years of delay,
has put some teeth into the voluntary
affirmative action they have been advocat-
ing for years. The Ministry is providing a
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program. This must be required from the
chief executive officer of a school board in
the same way as that person is considered
responsible for the implementation of
curriculum goals. One of the main criteria
used during performance reviews for
educational administrators must be the
degree of success in implementing the
Board's Affirmative Action program.
6. The right to appeal a hiring or promo-
tion decision made by the Board.
That's what affirmative action really
means. It works, as we know from studies
of the results of mandatory affirmative
action in the United States. Companies
forced by U.S. federal law to hire women
and minorities increased their rate of em-
ployment of minorities by 20% compared
to 12% in the companies not doing busi-
ness with the federal government (and
therefore not required to have affirmative
action programmes). The affected com-
panies increased their employment of
women by 15.2% compared to 2.2% in the
non-complying companies.
small amount of incentive funding (up to
$20,000) to encourage school boards to
employ an affirmative action coordinator
or, if they already have a coordinator, to
support special projects related to affirma-
tive action. Perhaps more important, the
Ministry has requested school boards to:
• adopt a formal policy of affirmative
action for women employees;
• appoint a senior staff member to
develop and coordinate an affirma-
tive action plan, which would iden-
tify goars and timetables for the
hiring, promotion and training of
women employees at all levels, in-
cluding both teaching and non-
teaching staff;
• collect and analyze data on the
occupational and salary distribution
of male and female staff, job com-
petitions, projected vacancies, and
staff training and development.
School boards will be required to report
annually to the Ministry of Education on
their progress in affirmative action, and
the Minister will table in the Legislature a
report on each school board, as well as a
provincial summary.
WHAT SHOULD AN AFFIRMATIVE
ACTION PROGRAMME LOOK LIKE?
In the opinion of FWTAO there are
identifiable elements of successful
affirmative action. Noboby should be
deceived - or satisfied - by plans which do
not contain these elements.
1. Education to prepare women to com-
pete successfully for advancement, and to
prepare school administrators to encour-
age women and to accept and work com-
fortably with women in leadership roles in
education.
2. Identification of women who are
qualified, experienced and wish to seek
promotion.
3. Fair and objective promotion procedures
to ensure that all candidates are given
appropriate and serious consideration.
4. Numerical goals and timetables to
increase the representation of women
within specific job categories where they
are underrepresented. This is critical to
the success of an Affirmative Action
program. Realistic goals should be de-
veloped based on an assessment of the
number of women who already hold the
qualifications necessary for promotion
within the school system; short and long
range timetables should be established in
relation to these goals.
5. Accountability for the effective imple-
mentation of an Affirmative Action
MORE PROGRESS: JOB-SHARING
AND PENSION PROTECTION
FWTAO first promoted job-sharing in
1978 as one approach to the problem of
declining enrolment and teacher redun-
dancy, while answering the need of many
women teachers to work part-time tem-
porarily. No doubt because it appeared an
inexpensive and innovative way to reduce
the impact of declining enrolment, job-
sharing was greeted enthusiastically in
many quarters. While representatives of
teachers and the Ontario government
wrestled with amending the Teachers'
Superannuation Act to incorporate job-
sharing, school boards and teachers
began including the notion in collective
agreements. By 1982-83, 25 local teacher
collective agreements in Ontario con-
tained some version of job-sharing. None,
of course, could protect pension rights
which are determined provincially.
For this reason the new Teachers' Super-
annuation Act, 1983 received more than a
warm welcome when it included an
option to obtain pension credit for job-
sharing, now called position-sharing.
School boards do not contribute to the
Teachers' Superannuation Fund: the
government of the Province of Ontario
sponsors the fund and matches the
teachers' contributions. Thus the amend-
ment represented provincial financial
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Obtain further infonnation and an Application Fonn from:
ASSOCIATE REGISTRAR, POST SECONDARY PROGRAMS,
The Confederation College of Applied Arts and Technology,
Box 398, Postal Station 'F'
Thunder Bay, Ontario P7C 4W1
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The Confederation College of Applied Arts and Technology, (807) 475-6110.
Northwestern Ontario Residents can call the College in Thunder Bay
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What is the future in this area?
Equal Opportunity managers will be required to implement policies arising from legislation
or governmental directives, with municipalities, ministries, industries and voluntary
agencies in Canada.
Men and women who already have a degree or diploma or suitable work experience, who
have analytical, interpersonal and organizational skills, and who anticipate a leadership role
in a changing environment are invited to register.
Subjects offered in the Equal Opportunity Management Program are: Research and
Statistics; Social Stratification - Analysis of Inequality and Discrimination; Human Relations
and Organizational Behaviour; Personnel Management; Communication Skills - Critical
Thinking - Language and Logic - Writing Skills; Negotiating Skills; Equal Opportunity Law;
Implementation of Affinnative Action; Management Issues of the Future; Interviewing,
Recruitment, Selection and Orientation; Wage and Salary Administration; and Training
Methods.
The Equal Opportunity Management Certificate Program is presently offered on a
part-time basis through Continuing Education. Ruth CUnningham is Director of Equal
Opportunity Programs.
commitment to position-sharing as a
means to expand the opportunities for an
Ontario teaching job.
Conceptually, position-sharing for the
purposes of superannuation has been
given the broadest possible meaning. Any
teacher with a right to a full-time teaching
assignment may relinquish a specified
portion of the assignment to the school
board (the employer). The school board, in
turn, may assign available teaching
positions to suit the needs of the school
system. The teacher who voluntarily
relinquishes some of his or her teaching
assignment obtains full service credit for
superannuation by contributing as
though receiving full salary. The govern-
ment matches the contribution. The
school board retains control over the
assignment of staff. Teaching employ-
ment opportunities increase, and the
scheme is very easy to administer. The
rules are simple:
1. Any teacher who was teaching full-
time in the preceding school year and who
is entitled to a full-time assignment in the
school year of volunteering to position-
share is eligible to participate.
2. The teacher must retain at least a 40%
assignment so that up to 60% assignment
may be relinquished in a school year.
3. A teacher may acquire up to 1.8 years
only of credit in superannuation by the
process of position-sharing during a
career.
Credit for seniority, increment,
employer share of insured benefits, and
calculation of a retirement gratuity con-
tinue to be governed by collective agree-
ments bargained locally. It is too soon to
determine how successful local groups
have been in obtaining the added protec-
tion, but lively discussions have ensued
around the province.
FWTAO continues to believe that posi-
tion-sharing, so long as all the necessary
protections are in place for the participat-
ing teacher, represents one attractive, in-
expensive solution to the pressures of
shrinking school systems while accommo-
dating the career patterns of many
women. In the six years since FWTAO
first proposed the idea and its official
acceptance within the teacher pension
plan, the proportion of part-time teachers
in the FWTAO membership has grown
from 8% to 14.3%.
CONCLUSION
There should be no misunderstanding.
Affirmative action is in its infancy in
Ontario, and equal opportunity seems far
away. Job-sharing with pension protec-
tion is only a partial response to the fact of
women's differing career patterns. We
must celebrate even small victories,
though, in order to strengthen ourselves
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*Parts of this article appeared in the ATA
magazine published by the Alberta Teachers'
Association (May/June, 1985). Joan Byrne, of
the FWTAO staff, wrote the description of the
job-sharing scheme.
Kay Sigurjonsson is Deputy Executive
Director of the Federation of Women Teachers'
Associations of Ontario.
Believed to be the FIRST in Canada,
the NEW Equal Opportunity Manage-
ment Certificate Program offered at Con-
federation College responds to current
trends and the need for effective manage-
ment in an equal opportunity environ-
ment.
It is unique in that it provides
students with the skills to take advantage
of employment opportunities develop-
ing in Human Resources Management.
The Equal Opportunity Management
Programwill prepare the student to work
in program analysis, development and
co-ordination of Affirmative Action/
Equal Opportunity for women, ethnic
and racial minority group members and
for people with disabilities with govern-
ment and non-governmental organiza-
tions and industries.
Graduates of the Equal Opportunity
Management Certificate Program will
provide expertise in the area of Affinna-
tive ActionlEqual Opportunity; design
and conduct workshops, write reports,
develop and maintain effective liaison
with policy-makers in the public and
private sectors, as well as with labour
organizations.
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